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Official Course Description: 

This seminar focuses on current change theory, futurist literature, and major world trends 
in education and related disciplines. Special emphasis is placed on the methodologies 
employed by futurists in forecasting the future and in implementing new educational 
programs. 


Doc Sue’s Explanation: 

Organizational change was complicated enough in the days before we were dealing with 
global complexity. It’s never been easy to convince others to go along with a new idea. 
But technology has fundamentally changed the world and how we experience it. 


Witness just a few items from the news. 
The tsunami... 


How long did it take for you to know this had occurred despite that fact that it was a 
major holiday for many? 


Or this quote about the tsunami as it relates to technology. 

“The astounding tragedy in the Indian Ocean is not just a human disaster of unbearable 
magnitude. Nor is it a matter of fate. It is the consequence of years of underinvestment in 
the scientific and technical infrastructure needed to reduce the vulnerability of developing 
countries to natural and environmental calamity.” From an editorial published in the Los 
Angeles Times, written by Art Lerner-Lam and Leonard Seeber, seismologists with the 
Lamont-Doherty Earth Observatory. 


Outsourcing... 

How many times did we hear about this during the election? How many of you know 
people who have been impacted by this? How many of you have spoken to someone you 
knew was in India providing tech support? 

China and its impact on technology and our educational system... 

Silicon Valley leaders are again calling for changes to education after their latest trips to 


China. IBM sold its PC division to a company based in China. Wal-Mart’s 
manufacturing headquarters is based in China. 


And the list goes on.....SARS, AIDS, terrorism 


As several have said, not so long ago, when you grew up in a country you really only 
knew about things happening in that country. You were from the U.S., you knew about 
the U.S., and you made plans based upon what was happening in the US (or substitute 
the name of another country.) But now we cannot survive without dealing with global 
realities. As an executive at Apple Computer, I had to understand the realities of the 
world market all the time. Frankly, I’m amazed now that any computer works after my 
experiences working at the corporate headquarters of Apple. The process is amazingly 
complex...and yet it’s become so smooth we take that process for granted. 


As leaders who have to plan for change...and then implement that change....how can we 
begin to deal with these complexities? How can we engage in systems thinking in ways 
that still take into account the needs of individual people? What processes might lead to 
the greatest chance of our ideas being accepted in a way that allows implementation to 
occur relatively easily and quickly? 


These are just some thoughts to get the juices flowing. We’ll have a lot more 
discussions after you dig into the following readings. I’ve divided the readings into 
major steps in the organizational change process: visioning, action planning, and 
implementation. Plus I added some readings on globalization to give us all a grounding 
in that topic. 


READINGS: 
Visioning: 
Required: 


Schwartz, P. (1996). Art of the/ong view: Planning for the future in an uncertain world. 
New York: Doubleday. 
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Additional Reading “The Long Boom” 
http://www.wired.com/wired/archive/5.07/longboom. html 


Recommended but not required: 
Holman, P. & Devane, T. (eds.) (1999). The change handbook: Group methods for 
changing the future. San Francisco: Berrett-Koehler Publishers,Inc. 


Van der Heijden, K. et al (2002). The sixth sense: Accelerating organizational learning 
with scenarios. Chicester, West Sussex, UK: John Wiley & Sons, Ltd. 


Organizational Change and Action Planning: 
Required: 


Kotter, J.P. (1996). Leading change. Boston: Harvard Business School Press. 
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Highly recommended but not required: 


Senge, P. et al (1994). The fifth discipline fieldbook. New York: Doubleday, 

Rogers. &. , Diffusion of Innovations. * 

(This is the first of a few books you witt find that will overlap with those you’re reading 
for ED770) 


Global Change: 

Requited: 

Bhagwati, J. (2004). In defense of globalization. New York: Oxford University Press. 
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Highly reeemmended but not required: 


Wolf, M. (2004). Why globalization works. New Haveg, CT: Yale University Press. 
Lomborg, B. (2004). Global crises, global solutions. New York: Cambridge University 
Press. 


Implementing Change: 
Choose one optional area and at least two optional books in that area. These books are 


suggestions. I’ve tried to highlight some of the classies as well as some of the new books 
in the ata. Plan to supplement the readings with other items as well. 


Culture and Change: 

Bolman, L & Deal, T. (1991). Reframing organizations. San Francisco: Jossey-Bass. 
Hofstede, G. (2005). Cultures and organization:Software of the mind, 2” edition. New 
York: McGraw-Hill. 


Nurturing CoPs and Social Network Analysis: 

Wenger, E. et al. (2002). Cultivating communities of practice.* 

Saint-Onge,H. & Wallace, D. (2003). Leveraging communities of practice for strategic 
advantage. Burlington, MA: Elsevier Science. 

Cross, R. & Parker, A. (2004). The hidden power of social networks. Boston: Harvard 
Business School Press. 


Change Agents: 

Covey, S. (2004). The 8” habit. New York: Simon + Schuster, Inc. 
Gladwell, M. (2000). The tipping point.* 

Johnson, S. (1998). Who moved my cheese? New York: G.P. Putnam Son’s. 


Change Process Continued: 

Collins, J. (2004). Good to great. New York: HarperCollins Publishers, Inc. 
Bossidy, L. & Charan, R. (2004). Confronting reality. 

Yamashita,K. & Spataro, S. (2004). Unstuck. New York: Portfolio. 


‘ 


Complexity Theory,,, or How to Integrate all Other Theories: 
Wheatley, M. (1992). Leadership and the new science. San Francisco: Berrett-Koe 
Publishers, Inc. 
Wilber, K. (2000). The theory of everything. Boston: Shambhala Publications, Inc. 
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Oaks, CA: Corwin Press. 
Hall, G. & Hord, S. Implementing change: Patterns, principles, and potholes. 
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CALENDAR: _, 

Date: —~ Topic/Format 

Jan 6" Office hours/TI 

Jan. 13" The Long Boom/TI . 


Jan. 20" Art of the Long View/TI 
Jan. 27" Art of the Long View/NG 


Feb. 5-6 F2f - Both Sat./ Sun Scenario Due 


Feb. 10 Visioning/NG 
Feb. 17" Leading Change/TI 
Feb. 24" Leading Change/TI 


March 3" Org Change Process/NG 
March 10" _—Globalization/TI 

March 17" — Globalization/TI 

March 24" _NG, Final Project (TI Optional) 


March 31* _NG, Final Project(TI Optional) 


April 7" Cross-Cutting Themes (TI) Final Paper Due 
Knowledge-Building Due 


ACTIVITIES: 


1. Art of the Long View Activity 
Work with a group of 3-4 of your peers to prepare a set of scenarios for the “future” 
of an organization of your choice. As Schwartz suggests, as part of this work you 
will need to develop lists of key elements that will most likely influence that future. 
(I have to add here, when I do this kind of work, I typically end up with a matrix with 
four quadrants...except when I’m doing really well...and then I take it into the third 
dimension! So to make it easy for me to describe this, I am going to use the language 
of spreadsheets and matrixes.) For each of the cells in your matrix, complete the 
beginning of a scenario. 


At the face to face session, each group will present the scenario for “your future” that 
you believe is MOST likely to occur. Be creative in your thinking for how you are 
going to present this vision of the future. After all, in a former life I was in 
marketing, and I still think communication is critical. So....think digital video 
podcasting, magazine ad campaign, radio commercials....anything that you think will 
help the rest of us visualize the future and its key elements as your group envisioned 
it. 


In addition, please prepare either a web page or a PowerPoint or a Flash animation 
that shows the underlying elements that led you to this vision of the future. In other 
words, show us how you got to this final scenario, using the steps that were outlined 
in Art of the Long View. 


2. Face to Face Visioning Exercises 
During the face to face time we will explore as many versions of visioning exercises 
as time allows. These will include some suggested by Senge in the Fifth Discipline 
Fieldbook, by Weisbord and Janoff in FutureSearch, and by Hall and Hord in Taking 
Charge of Change among others. 


3. Knowledge Building Activity 
There’s a great deal written in the field of organizational change and organizational 
development. There are some “classics” that can be valuable to understand, as well 
as some new material that appears to be headed for that same category. You can’t 
possibly read all of this literature in the space of this course. But by working together 
as a community of learners, you can help each other to understand what this material 
says, what it means, and what it means in practice. 


How can you do this? Well, you can put into practice some of the things you may 
have discussed under the topics of distributed learning, communities of practice, and 


knowledge management. Here’s what I suggest...but you all will probably come up 
with better ideas among yourselves. Decide what areas from among the readings in 
the Implementing Change area that you are interested in. Determine the books you 
will individually read. Each person should be responsible for two books, but these 
books may be the same for some people. It’s just better if the titles are distributed so 
that more areas are covered. (I suggest you start early even though this isn’t due until 
the very end of the term. It takes awhile to build up knowledge through distributed 
learning. It also takes awhile to get organized for who is going to do what.) 
Whenever possible, supplement this reading with other material you find online. 


As a large group, decide how you are going to share the information about your 
readings. There are many technology tools available for this. You could use a Wiki 
(and if you decide to use this format I could show you how some OMET students 
used one last term for similar purposes), you could use a group room in TI (and if you 
decide to use this format I could show you how an EDET group used this last winter), 
or you could use Intraspect (after you learn more about it with Linda at the first f2f). 
There are many other formats to use for knowledge management as well; these are 
just a few suggestions. But archiving information does not equate to knowledge 
building....as you will read in Enabling Knowledge Creation in Linda’s class. You 
also need to have some dialogue about these concepts going on between groups. In 
other words, all should end up knowing something about all topics...even though 
some of you may be more expert on some topics than others. By the end, for you to 
be successful as a group in this endeavor, you should all be able to demonstrate an 
understanding of key elements of organizational change. 


What will I be looking for at the end? First, I have to see evidence in the knowledge 
archiving tool that you read at least two books from the Implementing Change 
options and have contributed information about their content and meaning. Second, 
and even more important, I have to see evidence of you helping others to understand 
what these concepts mean. That means that you all might need to 
schedule/participate in your own TI sessions on these topics.....or set up threads in 
the NG....or track discussions in your KM tool if it allows it. Bottom line, I believe, 
as Vygotsky says, that thought is dependent on language (and dialogue and 
interaction). You have to do more than independently think about this and reflect on 
it. You have to influence others.....and....cause organizational change. My....I think 
things are beginning to converge. 


. Plan 


This is where things overlap with Linda’s course. You are completing a plan for 
Linda’s course that focuses on implementation of a change in your workplace from 
the points of view articulated in the readings you have done for ED770. For ED762, 
we are looking at the change process through a slightly different set of lenses. While 
there is overlap, there are also differences and different emphases. So for ED762 
you will complete the other part of the implementation plan....the organizational 
change process plan. With luck, this means that you will end this term with a really 


good sense of what is likely to help you in making your plan a reality. As with 
Linda’s final document, we’ll negotiate the section headers and the rubric together. 


This should also give Linda and | a really good chance to discuss our similarities and 
differences: -) 


5. Participation in our community of learning: 


This participation includes both online discussions in Tapped In and participation in the 
newsgroup. You must participate in the Tapped In synchronous sessions each week they 
are scheduled during one of the times available. At a minimum in the newsgroup you 
should add postings or comment on other postings regularly. It is even better if these 
comments include information from the readings. The most reflective postings will 
include all of this plus examples from other resources such as other web sites. These 
posts should also reflect (in the truest sense of reflection) on your personal experiences. 
What we are striving for is true dialogue. This is more than just conversation that you 
might have at a cocktail party. It is also more than just commentary. You should be 
adding thoughts that contribute to the growth of knowledge in our community of practice. 
You’ve been working with LindaX now for awhile, so you know what this means.... 


During the weeks that are designated as newsgroup weeks, please plan to review outside 
materials related to the topic we have been discussing in the prior week (e.g., visioning, 
leading change, or globalization). For globalization, we will start an informal discussion 
of the convergence between this topic and the fields of organizational change and 
technology starting at the beginning of the term. I’ve set up a separate thread for this 
informal discussion. 


Grading: 


Grading is always difficult for me because learning is such a holistic activity. But the 
following are critical elements I look be looking for in someone who is doing well. Of 
course, you will be the final judge because only you can decide what you will take away 
from this course. But I do have to give you a grade. 


- Participation in NG/TI that includes not only discussion of current reading but 
related experiences and readings 

- Evidence of true reflection on the activities for the course. Reflection does not 
consist of a diary of your reactions to a topic. If you are truly reflecting you are 
metacognitively synthesizing the key elements and your experiences. 

- Completion of the final products for the course in a way that authentically 
demonstrates your understanding of the topics covered throughout the course. 

- Demonstrated willingness to share your knowledge with others and to support us 
all in the learning and change process. 

- Use of appropriate technology as part of your required products, as evidence that 
you are not only a leader but an educational technology leader. 


- Ability to communicate, not only informally, but in your final written paper, at 
the level required of a doctoral student. 


How to reach me: 


sue.talley@pepperdine.edu 


TalleySue@aol.com 
AIM: TalleySue 


Online is always best ;- ) I’m nearly always virtual. Just remember I’m in MN. 


